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THE WORKING WOMEN'S HOTLINE 
This handbook was produced by members of Edmon-
ton Working Women. We are a working women's collective 
based onfeminist principles. Members share a commitment 
to working towards the full equality of women, in both the 
workforce and society In general. Through our Working 
Women's Hotline (429-3370) we offer free information, 
assistance and support to women who are in the paid 
workforce. If you have a problem at work, or think you are 
being treated unfairly, please call the Hotline. 
ABOUT THIS BOOK 
Since we are based in Edmonton, we make limited 
contact with agencies outside this city. This is reflected in 
our selection of related organizations, found in Chapter 12. 
Please check your local phone directory for more detailed 
listings. Phone numbers and addresses of all organizations 
that appear in BOLD TYPE can be found in Chapter 12. 
All statistics and dollar figures are, unless specified oth-
erwise, those as of March 1989. 
Comments are confined to the Alberta Employment 
Standards Code, which applies to all Alberta workers who do 
not work in federally regulated industries, such as Inter-
provincial trucking, airlines and banks. Federal workers are 
covered by the provisions of the Canada Labour Code. For 
further information, contact Labour Canada. 
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INTRODUCTION 
Today about 60% of women in Alberta over age 15, or 
525,000 women, are working for wages. We comprise 44% 
of the Alberta labour force, and our numbers are increasing 
every year (Statistics Canada, Dec. 1988). 
We have become a permanent fixture ofthe economy, 
and only the most backward-looking people would claim 
that our contribution is anything less than vital. In a time of 
high unemployment and economic restraint it is important 
to recognize that most women work because of economic 
necessity. It is crucial that we receive equal job opportuni-
ties devoid of discrimination based on our sex. 
Economic hardship has become a fact of life for many 
Canadians, particularly women. The National Council of 
Welfare (NCW) says that ''the majority of Canadian women, 
whatever their backgrounds, are very vulnerable to becom-
ing poor overnight". In fact, one in five Canadian women 
lives in poverty, and one in five children (Statistics Canada, 
1988). The ''feminization of poverty" is a trend that is slowly 
getting attention. The Alberta Status of Women Action 
Committee (ASWAC) launched a "Women Against Pov-
erty" campaign in 1988, with the objectives of breaking the 
silence around poverty, increasing public awareness of the 
problem and putting this issue on the political agendas of 
our governments. As well , the National Film Board of 
Canada (NFB) has produced several videos in their "fem-
inization of poverty" series, which can be rented at very low 
rates. 
To define poverty, there are three methods used to 
make statistical calculations about poor people in Canada. 
Both the NCW and Statistics Canada use a budget-based 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
approach, defining the low-income cut off point as the level 
at which more than acertain percentage of gross income is 
spent on food, shelter and clothing, per year. NCW uses a 
58.5% cutoff, Statistics Canada uses 62%. The Canadian 
Council on Social Development and the 1971 Special Sen-
ate Committee on Poverty both use a relative income defi-
nition. They establish the poverty line at 50% of the average 
yearly income of Canadian families as estimated by Statis-
tics Canada. A comparison of established poverty lines 
follows. 
Statistics Canada, 1987 
family rural city of 500,000 
size or more people 
1 $ 8,224 $11,120 
2 10,748 14,671 
3 14,392 19,626 
4 16,637 22,616 
5 19,346 26,354 
6 21,121 28,784 
7 23,271 31,682 
National Council of Welfare, 1987 estimates 
family rural city of 500,000 
size or more people 
1 $8,193 $11,079 
2 10,708 14,617 
3 14,338 19,554 
4 16,575 22,532 
5 19,274 26,256 
6 21,042 28,677 
7 23,185 31,564 
/ 
Canadian Council on Social Development, 1987 estimates 
(no distinction between rural and urban areas) 
family 
size 
1 $10,250 
2 17,083 
3 20,500 
4 23,917 
5 27,333 
6 30,750 
There were an estimated 3.9 million poor Canadians in 
1985, and they represented 16% of all Canadians. Women 
make up a larger percentage of the poor, and run a higher 
risk of poverty, than men, in most categories. Morethan half 
(56.7%) of all low-income Canadians are female. Six in ten 
low-income persons between the ages of 16 and 64 are 
women. Seven in ten of the elderly poor are women. (All 
preceding statistics In this paragraph are from "Progress 
Against Poverty", National Council of Welfare, April 1987.) 
Canadian economic policies which put profits before 
people have helped in creating a new class of people, the 
''working poor". Between 1980 and 1984, the number of 
poor families headed by people in the labour force In-
creased by 31% ("A Fair Chance For All Children", Child 
Poverty Action Group, 1986). In 1985, over250,000 families 
had incomes under the poverty line, even though the family 
head worked for the full year ("Work and Income In the 
Nineties", Canadian Council on Social Development, Ot-
tawa, April 1987) .This represents 26% of all poor families in 
Canada. 
Most vulnerable to poverty are elderly women living 
alone and single mothers. Women make up 82% of the un-
attached aged poor. Eighty-six percent of low-income one-
parent families are headed by women. In 1985, 60% of 
female single-parent families were living below the poverty 
level (National Council of Welfare, April 1987). 
~ 0/ 
We must facilitate women's equal participation in the 
labour force by developing better support services in this 
province. Of primary importance is the need for a high 
quality childcare system accessible to all. Unless society 
accepts its share of responsibility for child rearing, women 
will never achieve full and equal participation. 
Notes: 
CHAPTER 1 
KEEPING A WORK DIARY 
It's a good practice to keep a small notebook for writing 
down all the significant things that happen to you while 
you're working, or while you're looking for work. Good 
records can be very handy if you need to update your 
resume, apply for unemployment insurance or simply make 
sure you got paid for all the hours you worked. They can be 
invaluable If you run Into serious problems and decide to 
seek legal assistance. 
You should keep dated, full descriptions of all the prob-
lems that have occurred since you began your job, along 
with names of the people involved. In this way, your version 
of events will be complete, clear and accurate. If you are 
unionized, it will be easier for your shop steward to prepare 
a successful grievance. Ifthe problem is so serious that you 
end up in court, you will be unshakeable under cross-
examination. Sometimes the legal system can be very. slow. 
You may be sitting in court trying to remember who said 
exactly what two years ago; obviously, your own written 
notes from that awful week will be a big help. 
Useful information to record includes: 
*Places you've applied for work (along with date of 
application and title of position). Besides helping you keep 
track of your applications, this will make it easy to prove you 
have looked seriously for work (important for qualifying for 
certain government programs). 
*Descrlptions of interviews; information you were 
given about the job and conditions of work, name of inter-
viewer, any questions you were asked that are prohibited 
under the Individual Rights Protection Act. 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
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.. Exact hours you've worked; descriptions of actual 
work duties and working conditions . 
.. Descriptions of anything unfair that happens at 
work, including: 
- what happened exactly 
- who was there (witnesses) 
- date and time of incident 
Incidents especially worth keeping good notes about 
are discussions of wages, sexual harassment, discipline, 
performance appraisals and accidents that leave you or a 
co-worker injured. Make sure to keep copies of all em-
ployee performance appraisals and disciplinary letters. If 
the employer insists that you sign such documents, make 
notes on the form itself about areas of disagreement; oth-
erwise, it may be taken that you agree with the contents. 
Record minor incidents that are troublesome as well as 
major ones: a history of small abuses may turn out to be 
relevant if something major does occur, or there may come 
a time when many small problems merge Into a single large 
problem of extremely shoddy treatment from your em-
ployer. (These are also the kind of Incidents 'that are 
especially hard to recall in perfect detail without notes.) 
Speak softly, but carry a thick notebook. )'j J 
CHAPTER 2 
LOOKING FOR WORK 
Just as it is a good practice to keep a work record during 
employment, it is important to keep a record of looking for 
work. Refer to Chapter 1 for details. 
There are a variety of agencies in Edmonton that can 
assist you in your search for a job, such as Canada Em-
ployment Centres, private placement agencies, not-for-
profit career counselling and placement agencies for spe-
cial needs groups and some trade union halls. See the 
listings of employment agencies in Chapter 12. 
Apprenticeship training and job re-entry programs 
should be thoroughly investigated before you commit 
yourself to one. Some of these job creation strategies serve 
employers more than workers. Employers may take advan-
tage of the wage subsidies and the poor monitoring of the 
programs. Women participating in several different train-
ing/re-entry programs have called the Working Women's 
Hotline. Their experiences were similar: being paid late or 
not at all (even though the employers had received their 
government subsidies); performing many menial tasks that 
were not part of their job descriptions, while proper training 
was lacking; and being dismissed when the subsidies ran 
out. In the larger picture, this means that some programs 
train women to work inthe pink-collar ghetto, and may trap 
them in a vicious cycle of temporary jobs. Be sure to ask to 
see the programs' actual statistics concerning types of job 
placements, starting salaries and course completion rates 
derived from all past participants. You should feel abso-
lutely comfortable with the program before making a 
monetary or time commitment. 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
CONTRACT OF EMPLOYMENT 
When you are hired, the terms of your employment are 
regulated by a contract. This need not be a written contract 
and, in fact, is most often an oral agreement between you 
and an employer. Quite simply, the employer offers you a 
job and you accept. The employer promises to pay you 
wages in return for your promise to provide a certain service. 
It is recommended that you attempt to get a contract in 
writing and that you retain a copy of it. However, if you enter 
into an oral contract, you should make detailed notes about 
the conditions to which you have agreed. For example, you 
should make notes about salary discussions, future wage 
increases, employee evaluations, sick leave, vacation time, 
Under the Immigration Act it is an offence to employ 
persons who are not Canadian citizens or persons who have 
not been granted permanent residence (usually called 
landed immigrant status), unless they have obtained work 
permits. (See Chapter 3, "Immigration Act".) 
DISCRIMINATION 
Discrimination is unequal treatment. This discrimina-
tion can be "positive", for example in affirmative action 
programs (see below). It can also be "negative" discrimina-
tion, resulting in unfair and unjustifiable treatment. 
In Alberta, the Individual Rights Protection Act (IRPA) 
was created to protect people from negative 
discrimination.The IRPA only applies to workers under 
provincial jurisdiction. Workers under federal jurisdiction 
are covered by the Canadian Human Rights Act, which is 
not included in this handbook. The IRPA, which is admini-
stered by the Alberta Human Rights Commission 
(AHRC) (see Chapter 11, "AHRC) , states: 
/ 
/' 
1) an employer may not discriminate against any per-
son with regard to employment or any term or condition of 
employment because of race, religious beliefs, colour, sex, 
physical disability, marital status, age, ancestry, or place of 
origin; 
2) no person can advertise employment which indi-
cates discrimination on the basis of race, religious beliefs, 
colour, sex, physical disability, age, ancestry or place of 
origin; and 
3) no employer may request an applicant to furnish any 
information concerning race, religious beliefs, colour, sex, 
physical disability, ancestry or place of origin, either on the 
application form or during the hiring interview. 
There is currently no protection for discrimination on 
the basis of sexual preference. 
There are exceptions, however: 
1 ) where there are bona fide occupation qualifications 
which make a group unsuitable for a job (for example, a 
sperm donor must be male, a wetnurse female); 
2) domestic workers and farmhands who live in the 
employer's home; and 
3) special hiring programs, that is, affirmative action 
programs (for example, for women, natives, handicapped) 
which might otherwise contravene the IRPA, can be imple-
mented through a regulation passed by the Lieutenant-
Governor-in-Council. 
The goal of affirmative action programs Is to help certain 
groups overcome the disadvantages that have occurred 
because of the long history of unequal treatment. These 
often include preferential treatment of disadvantaged 
groups to bring them to a level of parity with their co-
workers. 
Pregnancy 
An employer is not required to hire a pregnant woman 
applying fora job. Edmonton Working Women believes that 
a policy which arbitrarily denies employment because of 
pregnancy has an adverse Impact on women, and hence Is 
discrimination on the basis of sex. The Act only protects em-
ployed women from dismissal or discriminatory treatment 
on the grounds of pregnancy. (SeeChapter3: Pregnancy.) 
Wage Discrimination 
Women In the Alberta labour force working full time for 
a full year earn, on average, only 64 cents for every dollar a 
man earns In a comparable situation. If we Include all 
workers, the amount a woman earns would drop to an 
average of 58 cents (Statistics Canada, 1987). 
Part of the reason this wage gap continues to exist Is 
the Inadequacy of both federal and provlnclal"equal pay" 
legislation. Most Jurisdictions have laws requiring that men 
and women be paid equally for doing the same or substan-
tially similar work. But generally, male and female employ-
ees don't do the same work; rather women are segregated 
Into low-paying Job ghettoes. Even where men and women 
are doing identical work, wage Inequal ity, particularly in the 
private sector, persists In defiance of the law. Figures from 
Statistics Canada show that, on average, women with the 
same education and skills as men, and doing similar work, 
are paid from $6000 to $10,000 a year less. 
The I ndlvldual Rights Protection Act sets out the laws on 
equal pay In Alberta in Section 6(4}: 
"No employer shall: 
a) employ a female employee for any work at a 
rate of pay that is less than the rate of pay at which a male 
employee is employed by that employer for similar or 
substantially similar work in the same establishment, or 
b) employ a male employee for any work at a rate 
of pay that is less than the rate of pay at which a female 
/ 
employee is employed by that employer for similar or 
substantially similar work in the same establishment. 
A difference in the rate of pay between a female 
and male employee based on any factor other than sex 
does not constitute a failure to comply with this section if 
the factor on which the difference is based would normally 
justify such a difference." 
If you are being paid less than a male co-worker, it is 
important that you check a number of factors before filing a 
discrimination complaint with the Human Rights Commis-
sion: 
* his length of service 
* his skills 
* his education 
* his previous experience 
* his job description 
For more detailed Information on "equal pay" legislation 
and pay equity (equal pay for work of equal value), you could 
contact the Alberta Status of Women Action Committee 
or Edmonton Working Women. 
CHILDCARE 
The Need For Quality Chlldcare 
Given the realities of women's economic situation and 
the built-In sexism of our system, most women are stili 
struggling to balance waged work with child rearing. The 
cost and quality of daycare and out-of-school care services 
are of major concern to working mothers. Urban women 
who can afford the fees have access to child care facilities, 
of which 70% are for-profit, low-standard care. The not-for-
profit child care centres generally maintain higher stan-
dards, such as hiring staff with Early Childhood Develop-
ment training. Women in rural areas have very little access 
to any formal chlldcare. Women have a right to participate 
fully in the work world without suffering the economic, psy-
chological and emotional hardships which accompany lack 
of affordable, quality childcare for their children. Phone the 
Alberta Status of Women Action CommiHee (ASWAC) 
office in your area to find out information on child care 
services available. In Edmonton, you can also contact the 
Edmonton Coalition for Quality Child Care. For more in-
formation on chlldcare issues at the federal level, contact 
the Canadian Day Care Advocacy Association. 
Daycare Subsidies 
The province of Alberta offers a daycare subsidy pro-
gram for families who require daycare but cannot afford it. 
Generally, the subsidy is available to allow parents to work, 
to look for a job, or to seek retraining and upgrade educa-
tion. The amount of the subsidy is dependent on the family 
Income and the number of children, but each family must 
contribute at least $45 a month. In March 1989, Alberta 
Social Services paid a maximum of $195 per child per 
month. Any daycare costs above $240 per child must be 
paid by the family. In many cases, the costs above $240 per 
month can create financial hardship for parents. For ex-
ample, a space in a not-for-profit centre in Edmonton can 
reach $390 per month. Some centres receive a municipal 
subsidy to cover this gap, while others charge the parents 
the difference. 
Subsidies are provided for those children attending a 
provincially-licensed daycare centre or family day-home. 
You can't receive a subsidy for private arrangements, for 
example ifafriend looks after your child. Provincial daycare 
subsidies are available only for children under school age. 
If you are looking for work, you will only be eligible for 
one month of subsidy. This may be extended to a maximum 
of three months, but you must prove you have been looking 
for work. 
Contact Alberta Social Services to apply for a 
daycare subsidy. 
Out-Of-School Care Subsidies 
Subsidies are available for school-aged children under 
age 13. They are based on family income, number of 
children and the need for care. You are usually required to 
contribute a minimum of $65 a month. However, special 
needs of families will be considered in determining your 
contribution. 
Out-ot-school care facilities must meet minimal provin-
cial requirements as to size, satetyand health standards. In 
addition the program must meet city approval. The City of 
Edmonton administers the out-of-school care program. To 
apply, contact City of Edmonton Social Services. 
Drop-In Daycare 
In some urban areas, there are drop-in daycare centres 
for parents who need child care on a casual basis. Both the 
V.W.C.A. and the V.M.C.A. in Edmonton charge a fee for 
this service. The Bissell Centre will provide free child care 
on a drop-in basis for children under age six, it you are 
unemployed and cannot afford to pay tor this service else-
where. You are allowed to use this daycare two halt-days or 
one full day per week, per child. 
Notes: 
~" 14 .\ 
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CHAPTER 3 
EMPLOYMENT STANDARDS 
The Employment Standards Code applies to all Alberta 
workers who do not work In federally regulated Industries, 
such as interprovincial trucking, airlines and banks. Federal 
workers are covered by the provisions of the Canada 
Labour Code. Women are employed mostly In "pink-collar 
job ghettoes", those service, retail and clerical jobs which 
traditionally have been seen as ''women's work". Because 
very few of these occupations are unionized (about 30% of 
working women In Alberta belong to unions), women work-
Ing In these areas suffer some ofthe lowest wages and worst 
working conditions in the province. 
Particularly hard hit are part-time, domestic and farm 
workers. These groups do not receive adequate protection 
under Alberta's labour legislation. 
Wages and working conditions of unionized workers 
cannot go below the minimal protection set out by the 
Employment Standards Code. Generally, however, union-
Ized workers maintain higher standards than those offered 
In the Code. In service jobs, unionized women earned 81 % 
more than non-unionized women. In clerical occupations, 
earnings from unionized jobs was 42% higher than non-un-
Ionized. (Statistics Canada, 1986) 
You, as an employee, cannot "contract out" of the 
minimum provisions of the Code. For example, an em-
ployer cannot persuade or obligate you to sign an agree-
ment which would pay you below the minimum wage, or pay 
you less than the overtime rate to which you are entitled. If 
you sign such an agreement, both you and the employer 
would be guilty of an offence. 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
the cash or property. In addition, deductions cannot be 
made from your pay for faulty "workmanship". This Is the 
case regardless of any agreement or authorization you 
may have signed for your employer. 
Uniforms 
If you are being paid minimum wage your employer 
cannot charge you for the use, repair or cleaning of a 
uniform that you are required to wear. If you are being paid 
more than minimum wage, any deductions madeto pay for 
a uniform cannot reduce your wage below the minimum 
wage. 
Meals and Lodging 
If your employer gives you meals and lodging and you 
are being paid the minimum wage, you cannot be charged 
more than $1.50 for a single meal and $2.00 a day for 
lodging. 
If you are paid more than the minimum wage your 
employer can charge you more for meals and lodging eith 
your written authorization, but these charges cannot re-
duce your wages below the minimum wage. 
HOURS OF WORK 
Overtime 
You must receive overtime pay for any hours in excess 
of 8 hours per day or 44 hours per week. 
If In a week you complete 44 hours or less of work but 
on one or more of the days in the week you complete more 
than 8 hours of work, the overtime rate must be paid for 
those hours of work in excess of 8 in each day. 
If in a week you complete more than 44 hours of work, 
the hours of work in excess of 8 in each day of the week and 
the hours in excess of 44 in the week are each added up. 
Overtime must be paid for whichever is the greater number 
of hours. 
You must receive one and a half times your regular 
hourly rate for each hour of overtime. This is to be received 
within 10 days after the end of the pay period in which It is 
eamed. 
You may sign a written agreement with your employer 
by which you agree to accept time off in place of overtime 
pay. This time off must be equal to at least the number of 
hours worked for which you would have received overtime 
pay. This time off is treated as hours worked and you must 
receive your regular pay for It. Time off in lieu of overtime 
must be taken within three months of the end of the pay 
period in which It was earned. 
If employment Is terminated, y6u should receive your 
overtime pay along with final wages and vacation pay 
''forthwith'' after termination. 
Overtime regulations do not apply If you are employed 
In a supervisory capacity, managerial capacity or in a capac-
Ity concerning matters of a "confidential nature". Your job 
title may indicate that you are In management, but the duties 
you perform actually determine your classification under the 
Employment Standards Code. Contact the Employment 
Standards Branch If you are unsure of your classification. 
Hours of Work Confined 
Your hours of work must take place within a period of 12 
hours in anyone day. There are exceptions In cases where 
employers obtain permits, such as 011 rigs. 
Split shifts 
Your employer may require you to work a spilt shift, as 
long as It takes place within this 12 hour time block. 
" 
Mandatory overtime 
Your employer may require you to work overtime as 
long as It takes place within this 12 hour time block. I n other 
words, if you work a regular 8 hour shift, your employer can, 
by law, require you to work another 4 hours. You must, 
however, be paid overtime rates for these 4 hours. 
Under exceptional circumstances the hours of work 
can be extended beyond the 12 hour time block "only to the 
extent necessary to avoid serious interference with the 
ordinary working of a business, undertaking or other activ-
ity" (Employment Standards Code). 
Minimum Hours 
If you work less than 3 consecutive hours, you must be 
paid a minimum of $13.50. If you are a student under 18 
years of age, you must be paid a minimum of $8.00 if 
employed less than two consecutive hours. 
HOURS OF REST 
Days Off 
You must be given at least one day of rest each week, 
or two consecutive days of rest in each period of two con-
secutive weeks, or three consecutive days of rest in each 
period of three consecutive weeks, or four consecutive 
days of rest in each period of four consecutive weeks. 
I n other words, you can be legally required to work four 
weeks straight provided this Includes four days off at the 
end. 
Meal and Coffee Breaks 
Your employer is required to give you a half hour break 
If you are working a shift in excess of five consecutive hours. 
The rest break can be refused if your employer considers it 
"not reasonable" for you to take it. The employer decides 
whether this break is paid or unpaid. 
SCHEDULES 
Notification 
Your employer must post the hours of work where all 
employees can see them. 
Shift Work 
Shift change 
Your employer cannot change your shift unless you are 
given 24 hours written notice of the change and 8 hours off 
between shifts. 
Night work 
There is no provision in Alberta law for pay differentials 
for employees who do night work. Your employer is not 
required to provide you with transportation to or from work 
if you work the night shift. 
MINIMUM WAGE 
Many women in the Alberta labour force work in the 
traditional "job ghettoes" where low wages are the norm. 
Most often this means they are condemned to the poverty 
which is a fact of life for the "working poor" in this province. 
Throughout Canada, 67% of minimum wage earners are 
women ("Women, Poverty and Public Policy", Women for 
Economic Survival and the Community Council of Greater 
Victoria, November 1985). In 1987, a working mother in 
Alberta who earned minimum wage ($3.80 per hour at that 
time) and supported one child would have been more than 
$6700 below the poverty line. As one workers' advocate told 
us, "It would be necessary for a single person earning $4.50 
an hour to work 47.5 hours per week for 50 weeks just to 
reach the 1987 poverty leveL" 
On average, Canadian minimum wages have Increased 
only 40% since 1976, while the cost of living has soared 
100%. In real terms, that means a person making the 
minimum wage today has 60% less to spend than a mlnl~ 
mum wage earner In 1976 (''Towards a New Deal for Part~ 
Time Workers", brief presented to the Federal Commission 
of Inquiry Into Part-Time Work by the Canadian Union of 
Public Employees, October 1982; figures updated, 1984). 
The average provincial minimum wage In Canada has fallen 
from 52% oft he average Industrial wage in 1975, to only 41 % 
in 1985 ("Work and Income in the Nineties", Canadian 
Council on Social Development, April 1987). 
The minimum wage in Alberta has certainly not kept up 
with the rate of inflation. Until 1988, it had not been 
increased since 1981. When the Alberta government finally 
recognized the need to raise it, they did not go far enough, 
leaving anyone working for minimum wage well below the 
poverty line. The minimum wage regulations are as follows: 
1) minimum wage for students under age 18 who 
are employed outside normal daily school hours 
is $4.00 an hour; 
2) minimum wage for all other employees is $4.50 
an hour; 
3) certain salespeople receive a minimum of $180 
per week; 
4) an employer of an individual who is "handi-
capped" may be authorized with a permit to pay 
the individual at less than minimum wage; and 
5) certain employees are exempt from minimum 
wage regulations: domestic workers, farm 
workers, Alberta government employees, 
municipal police. 
/@~ 21 
/ 
VACATIONS AND VACATION PAY 
If you have worked for your employer for 12 months, and 
if you are continuing in that job, you are entitled to 2 weeks 
vacation with pay. You may take the 2 weeks together or 
request that they be split into periods of not less than one 
day. Three weeks paid annual vacation Is granted if you 
have worked for more than 5 years. 
Your employer must give you the vacation within 12 
months from the date you become entitled to it (that is, 
before your second year of employment is over). Your 
employer determines when you will take your vacation. 
Your vacation pay will be your regular wages for that 
period calculated Immediately prior to your vacation. If you 
are on piece work or commission, your wage will be aver-
aged from your earnings over the last 12 months. 
Vacation pay Is paid on the next scheduled payday after 
beginning your holidays or, if you request it before this, the 
employer can pay you up to 14 days before the beginning 
of your holiday. 
If you worked for less than 12 months you are entitled to 
4% of your gross regular earnings on termination of employ-
ment. This is also the case if you have been employed for 
less than 5 years. If you have been employed for 5 years or 
more, you must be given 6% of your gross regular earnings 
on termination of employment. 
If your employer agrees you may be given vacation with 
pay prior to completing a full 12 months of employment. The 
length of your vacation with be proportional to the number 
of months you have worked. For example, if you have 
worked 6 months, you will receive 1 week paid vacation. 
GENERAL HOLIDAYS AND HOLIDAY PAY 
You will be paid for a general (statutory) holiday if: 
1) you have worked for your employer 30 days in the 
preceding 12 months; 
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2) the general holiday occurs on your regular work 
day; and 
3) the place of business is closed for the holiday. 
You will not be paid for the holiday if It falls on your 
regular day off. 
You will not be paid for the holiday if you fail to work 
either your last scheduled shift before, or your first sched-
uled shift after the holiday, without your employer's consent. 
If you work on a general holiday, and It is a regular day 
of work for you, you must receive your regular day's pay and 
an additional payment of one and one half times your 
If you work on a general holiday, and it is not your 
normal work day, you must receive one and one-half times 
your normal rate of pay. 
If a general holiday falls during your annual vacation, 
your employer must extend you vacation by one day with 
pay. Aternatlvely, by agreement, your employer must 
provide an additional day off with pay before your next 
annual vacation. 
If you are terminated before receiving a day off for 
working a general holiday you must receive one and one 
half times your regular wage for each hour worked on the 
general holiday. 
There are eight general holidays a year: New Year's 
Day, Good Friday, Victoria Day, Canada Day, Labour Day, 
Thanksgiving Day, Remembrance Day, Christmas Day. 
PREGNANCY 
The Individual Rights Protection ~ct (IRPA) states that 
an employer cannot dismiss or discriminate against a 
female employee by reason only of pregnancy. 
Upon learning that a woman Is pregnant, an employer 
cannot fire her, reduce her hours or change the responsibili-
ties of her job or her opportunity for promotion simply 
because she Is pregnant. 
If the woman is capable of performing the duties of her 
job, she must be allowed to continue in the same capacity 
and with the same opportunities. Where possible, when an 
employee's pregnancy I imits her abil ity to perform the duties 
of her job, the employer should attempt to accommodate 
her. For example, a pregnant store clerk could be excused 
from having to carry heavy boxes from a stock room if there 
were someone else on staff who could reasonably be asked 
to do this job. In return, she could be expected to take over 
some of the other clerk's less physically demanding duties. 
However, if an employee is unable to fulfill her job re-
sponsibilities, and If reasonable accommodation is not 
possible, she will be treated in the same way as any other 
employee who is unable to carry out the responsibilities of 
the job. 
There are problems with the I RPA regulations regarding 
pregnancy. Even though firing or layoff is prohibited, there 
is no guarantee that the woman will get her job back or be 
adequately compensated. 
Also, the woman must prove that she was dismissed 
solely because of pregnancy, which often is very difficult to 
do. By contrast, legislation could consider the dismissal of 
a pregnant employee to be the result of that pregnancy 
unless the employer can prove otherwise. 
Further, if a pregnant employee has no sick leave 
benefits and misses work because she is pregnant, she can 
be fired for failure to perform her duties. 
Complaints of firing or discrimination due to pregnancy 
should be made to the Human Rights Commission (see 
Chapter 11). 
DOMESTIC WORKERS 
Exempt From Labour Legislation 
Most domestic workers work in substandard conditions 
because they are, for the most part, exempt from employ-
ment standards legislation. In Alberta, domestic workers are 
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exempt from the Employment Standards Code for mini-
mum wage regulations, hours ofiwork and overtime provi-
sions. They are also denied protection from discrimination 
in employment or advertising practices afforded by the 
Individual Rights Protection Act. As well, they are excluded 
from the Labour Relations Act, which regulates the collec-
tive bargaining process, thus preventing domestics from 
unionizing to better their working conditions. 
The Immigration Act 
If you are a foreign domestic worker, you are governed 
by the Immigration Act. You can apply for landed status 
from within Canada after two years, when your work permit 
(also called a work visa) comes up for renewal. Work 
permits for foreign domestic workers are only good for one 
year at a time. You can become a permanent resident in 
Canada if you can demonstrate a "potential for self-suffi-
ciency" at that time. Or, you can try again a year later if you 
"fail" the first assessment. 
Employment and Immigration Canada has designed 
a standard worker/employer agreement specifying duties, 
hours of work, wages, accommodations, and time off with 
employer contributions for training. A foreign domestic 
who lives in her employer's home must be paid at least $975 
a month, less payroll deductions and an optional $300 that 
the employer can charge for room and board. Your em-
ployer is required to give you three hours of free time each 
week, in addition to usual time off, to attend training pro-
grams, if you have permission from Employment and Im-
migration Canada. Your employer must also help to pay 
the tuition fee. You can choose any training course you feel 
is worthwhile from among those offered by schools, col-
leges and other organizations in your community. Contact 
your Canada Employment Centre counsellor for more in-
formation about courses. 
If your employer violates the terms of your agreement 
contact the Canada Employment Centre immediately. 
You have a right to look for another job. If you lose your job 
through no fault of your own you will be allowed to stay in 
Canada to look for another job in the domestic field. A work 
permit only applies to one employer, so you will need a new 
permit if you get a new job. If your employer violates your 
agreement they will be ineligible to hire another foreign do-
~a1:~c._ 
After one year, an immigration officer will assess your 
progress based on your education, experience, financial 
security and social adaptation. After the second year, you 
will be examined again. If the officer decides you can 
"achieve self-sufficiency", you will be permitted to apply for 
permanent residence. If the officer decides you are not 
likely to become self-sufficient, your visa may be extended 
one final year, after which you will be expected to leave 
Canada. 
APPLICATION FEES: $50 for a visa, $125 for an appli-
cation for permanent residence. No refund will be given for 
unsuccessful applicants. 
Domestic workers are grossly underpaid, yet must pay 
these relatively high fees. Most foreign domestics are alone 
in this country, cut off from their own cultures and therefore, 
largely dependent on the family they work for. Often, the 
women are afraid to complain to Employment and Immi-
gration Canada If they are being taken advantage of 
because they must find new employment or risk losing their 
work permit if the complaint results in the loss of their job. 
This puts pressure on them to accept another potentially un-
satisfactory situation, making them even more vulnerable. 
Many of these women put up with Intolerable conditions 
because they send money back home to support their 
families. . There are two organizations in Alberta which 
provide solidarity and support for these women: The Alberta 
Domestic Workers Association and the Household Workers 
Association. The contact persons' phone numbers can be 
obtained by calling Edmonton Working Women. 
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ADOLESCENTS AND YOUNG PERSONS 
Adolescents 
An adolescent is a person who is at least 12 years old 
but under 15. An adolescent may be employed with written 
permission from a parent or guardian as a delivery person 
of small wares for a retail store; clerk or messenger in an 
office; clerk in a retail store; or a delivery person of newspa-
pers, flyers or handbills as long as it is not likely to be 
injurious to the life, health, education or welfare of the 
adolescent. 
An adolescent may not be employed between the 
hours of 9:00 p. m. and 6:00 a. m., nor may she work longer 
than two hours on a school day or eight hours on a non-
school day. 
Young Persons 
A young person is at least 15 years old but under 18. A 
young person may not be employed between the hours of 
midnight and 6:00 a.m. in the following: retail businesses, 
motels or hotels. Employment is permitted in these areas 
between the hours of 9:00 p.m. and midnight if the young 
person works with at least one person who Is 18 years or 
older. 
I n all other manufacturing and service businesses, such 
as hospitals, nursing homes and factories, a young person 
who Is required to work between the hours of midnight and 
6:00 a.m. must have written permission from a parent or 
guardian and work In the presence of somone who Is age 
18 or older. 
DISCIPLINE 
Your employer has no right to discipline you unless 
your employment contract provides for such action by your 
employer. The contract must give the employer, explicitly 
or implicitly, the right to suspend or demote you or dock your 
pay for certain conduct. 
Ifthese provisions do not exist, your employer can either 
claim your conduct as reason for summary dismissal (see 
Chapter 10) or allow you to continue working with a warning 
and/or a notation on your work record. 
If, as a result of unauthorized discipline, you feel forced 
to quit your job, you may consider this to be constructive 
dismissal (see Chapter 10) and take your employer to court 
(see Chapter 11). 
SICK LEAVE 
Under the Employment Standards Code, there are.l]Q 
provisions for sick leave. Your employer need not pay you 
for time you are away from work due to illness. If you are 
unemployed due to illness, you may qualify for Unemploy-
ment Insurance benefits (see Chapter 9). 
Notes: 
CHAPTER 4 
BENEFITS 
PENSION PLANS 
The majority of women of working age in Alberta are in 
the paid labour force and most will continue to work, with 
possible interruptions for childbearing and child rearing, 
right up to retirement age. If older women leave their paid 
jobs before age 65, they may be faced with the predicament 
of being too young to qualify for pension plans and income 
supplements; yet, in the job market they may find employ-
ers discriminate against them because of their age or lack 
of recent training. 
Women who retire at age 65 and must rely solely on 
public pensions and income supplements may find them-
selves living in poverty. Considering their valuable contri-
bution to our society, it is despicable that many women are 
condemned to a life of poverty in their senior years. (See 
the Introduction for an explanation of poverty lines.) 
It is encouraging to note that the incidence of poverty 
among the elderly (age 65 and over) in Canada has 
dropped significantly. In 1984, only 11 % of elderly married 
couples were poor, compared with 22% in 1979; and ap-
proximately 50% of the single elderly were poor in 1984, 
compared with about 66% in 1979 (Statistics Canada, 
1984). However, elderly unattached women (that is, wid-
owed, divorced and never-married) continue to face higher 
odds of living in poverty. In 1982, about 60% of elderly 
women on their own were poor, compared to 49% of 
unattached aged men (National Council of Welfare). An 
astonishing 82% of all the unattached elderly poor are 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
women! (National Council of Welfare, 1987) This trend, 
together with the high risk of poverty for single mothers of 
any age, has been called the ''feminization of poverty". 
The following statistics paint a grim picture of women's 
chances of being poor in old age. About 20% of elderly 
Canadians lived below the poverty level in 1986 (Statistics 
Canada). Inthesameyear, 23% of aged women were poor, 
compared to 12% of aged men. While women compose 
57% of all elderly Canadians, they are overrepresented in 
the low-income aged population at 71 % (Statistics Canada, 
1986). The unattached elderly have a much higher chance 
of living in poverty than younger unattached individuals; 
57% of unattached people 65 and over were poor in 1982, 
as opposed to only 30% of those under 65 (National Council 
of Welfare). Moreover, 82% of the unattached elderly poor 
are women (National Council of Welfare, 1987). 
Tremendous injustices are suffered by women who 
have contributed all their working lives to a society which 
continues to rob them of their economic well-being and 
dignity in their later years. Even with recent pension 
reforms, the gap between men's and women's pensions 
has not been addressed, and is discriminatory on the basis 
of marital status. For example, Spouse's Allowance and 
Widow's Pension exclude divorced and never-married 
people. 
A contributing factor to the poverty-level existence 
experienced by many women over age 65 is the failure of 
pension plans in Canada to fully account for the special 
work patterns of women; that is, interruptions in paid work 
due to childbearing and child rearing, and the higher inci-
dence of part-time employment among women than men. 
In addition, there are more than three times as many elderly 
women on their own as there are elderly men - a reflection 
of the fact that women tend to marry men older than 
themselves and, because women also have longer life 
expectancies, tend to outlive their husbands. As well, wid-
owed men tend to remarry more often than elderly women 
whose spouses have died. Since some public pension 
plans are income-related, women generally receive a lower 
return than men because, on average, women earn only 
65% of what men earn (Statistics Canada, 1987). 
Following is a summary of the two types of pension 
plans in Canada - federal, public plans and private, em-
ployer-sponsored plans. Both types present some serious 
obstacles to the economic and, therefore, social and emo-
tional, well-being of elderly women. 
Public Pension Plans 
Old Age Security (OAS) 
The OAS provides every resident of Canada, as a matter 
of right, with a flat rate benefit at age 65 based on years of 
residence (not necessarily consecutive) in Canada. Full 
benefits are available for anyone with forty or more years of 
residence, and are reduced by one-fortieth for every year 
under forty. 
The amount of the OAS increases every three months 
to reflect rises in the cost of living. The pension was $323.28 
per month in March 1989. To receive it you must complete 
an application form at least six months before your sixty-fifth 
birthday and send it to Health and Welfare Canada. The 
application forms can be obtained from the post office. 
Guaranteed Income Supplement (GIS) 
In addition to the old age pension, needy pensioners 
can receive the GIS. If you are single and have no income 
other than the OAS, you are eligible for a supplement of 
$384.19 per month (March 1989). This would bring your 
total monthly income to $707.47, or $8,489.64 per year, 
which is about $2,600 below the Statistics Canada poverty 
line for one person living in a large city. 
If you are married, the maximum amount of the supple-
ment is $250.23 per month for each spouse (March 1989). 
If both you and your spouse rely solely on the OAS and GI S, 
your combined monthly income would be $1,147.02, or 
$13,764.24 per year. This means your income would be 
about $900 below the Statistics Canada poverty line for two 
people living in a large city. 
If you have other sources of income besides the OAS 
you may still receive the GIS, but the amount is reduced by 
one dollar for every two dollars of other income. In calculat-
ing this pension, "other income" does not include posses-
sions such as a house, furniture or jewellery. 
You must apply for the GIS yearly; phone Health and 
Welfare Canada for information regarding application 
forms. All recipients of the GIS in Alberta automatically 
receive a further supplement from the government of Alberta 
called the Assured Income Supplement. This is 20% of the 
GIS. You do not have to apply for it. 
Spouse's Allowance 
If you are between age 60 and 65, and if your husband 
is an old age pensioner, you may be eligible for Spouse's 
Allowance. You must apply for it through Health and 
Welfare Canada. This only applies to relationships with a 
valid marriage certificate. This allowance does not apply to 
women who are divorced, never-married, in common-law 
relationships or who were widowed before age 60. 
If you have qualified for Spouse's Allowance, and have 
since become widowed, you can continue to receive this 
benefit. 
In March 1989, the maximum full monthly allowance was 
$573.51 for seniors married to pensioners, and $633.17 for 
widows. 
Canada Pension Plan (CPP) 
The CPP is based on your lifetime earnings in Canada. 
This works to the detriment of retired women compared to 
retired men. On average, women earn only65% of what men 
earn (Statistics Canada, 1987). In addition, women's earn-
ings may be interrupted during childbearing years. 
If you are in the paid labour force and earn more than 
$2600 in a year you must participate in the CPP. You will 
contribute 1.9% of your salary up to a maximum of $543 per 
year. Your employer must pay an equal amount. 
If you are self-employed you must contribute the full 
3.8% yourself. 
Your CPP account follows you from job to job, regard-
less of how long you work at each job or how long you may 
be out of the paid labour force between jobs. At age 65 the 
pension you receive amounts to 25% of your lifetime aver-
age earnings. The maximum monthly pension for 1988 was 
$543.06. 
It should be noted that a single person receiving maxi-
mum CPP and OAS would be receiving a total of $866.34 
per month. This equates to $10,396.08 per year, which is 
about $700 below the Statistics Canada poverty line for a 
person living in a large city. As a result, women are 
penalized economically not only during the years they 
work, but also during retirement, because CPP Is directly 
related to earnings. 
The CPP also provides: 
1) a disability pension for earners; 
2) a survivor pension for spouses of earners; 
3) a death benefit paid to the estate of the earner; 
4) shared pension benefits following divorce; and 
5) a child-rearing drop-out provision, giving coverage 
to women who leave the labour force temporarily to 
take care of their young children. 
All the above benefits must be applied for at least six 
months in advance. This is your responsibility. Phone 
Health and Welfare Canada for more detailed and current 
information. Ask for whatever literature they have on the 
federally-administered public pension plans. When you 
gather information by phone be sure to take notes. Don't 
hesitate to repeat your questions and ask for clarification. 
Private Pension Plans 
Some workplaces, including government, school 
boards and universities, offer private pension plans. The 
plans vary widely and are not usually compulsory. The ma-
jority of women do not have access to these employer-
sponsored pension plans. In 1984, only 37% of women and 
54% of men in the Canadian labour force were members of 
private pension plans (Statistics Canada, 1984). As of 
January 1, 1987 part-time workers may participate in private 
pension plans If they have earned 35% of the yearly maxi-
mum pensionable earnings under the CPP (more than 
$2600) in two consecutive years. 
ALBERTA HEALTH CARE INSURANCE 
PLAN 
Residents of Alberta are eligible for medical coverage 
under the Alberta Health Care Insurance Plan (AHC). If you 
moved to Alberta from another province, you are eligible for 
coverage on the first day of the third month after your arrival. 
In the meantime, you should arrange for coverage in the 
province from which you departed. 
To register yourself and your dependents in the Plan, 
phone your local Alberta HeaHh Care office. If you are 
working, your employer may arrange for your registration 
and for automatic deductions from your paycheque. 
If you were registered in the Plan by your spouse and he 
dies, contact the AHC office to have the coverage trans-
ferred to you. 
If you have custody of your children, they must be 
registered in your name. Your spouse or common-law 
partner and any children under age 21, who are single and 
wholly dependent on you for support, are eligible depend-
ents. Children who are over age 21 , but who are financially 
dependent on you because of some physical or mental 
infirmity are considered eligible dependents. Children who 
are under age 25, single and in full-time attendance at a 
recognized educational institution may be eligible depend-
ents. 
The cost depends on whether you are registered as a 
single person or as someone with dependents. 
IMPORTANT: You may be eligible for reduced or 
waived premiums if your previous year's taxable income 
was below the levels set by AHC as of 1988. You must apply 
each year for a waiver. 
Person(s) 
single 
single 
single 
single 
family 
family 
family 
family 
Earningstyr 
under $3500 
3500-4500 
4500-5500 
over 5500 
under 6000 
6000-8000 
8000-10,000 
over 10,000 
Cost of AHC 
qualifies for full subsidy 
pays 1/3 of full amount 
pays 2/3 of full amount 
pays full amount 
qualifies for full subsidy 
pays 1/3 of full amount 
pays 2/3 of full amount 
pays full amount 
It should be noted that even if your earnings are below 
the poverty level, you may still have to pay the full premium. 
LIFE INSURANCE 
Most employer-provided life insurance is optional, with 
shared premium arrangements. 
According to the Individual Rights Protection Act it is 
unlawful for your employer to provide different amounts of 
Insurance for male and female employees doing the same 
kind of work. Complaints can be made to the Alberta 
Human Rights Commission if this inequity exists (see 
Chapter 11). 
Notes: 
CHAPTER 5 
PART-TIME WORKERS 
Although all benefits under the Employment Standards 
Code are provided equally to full-time and part-time work-
ers, this does not mean that full-time and part-time workers 
are treated equally. Many voluntary benefits provided by 
employers are often not available to both full-time and part-
time employees. Also, many benefits, such as the Canadian 
Pension Plans and Unemployment Insurance, are depend-
ent upon the number of hours worked. 
In spite of this, labour laws make no special provisions 
for part-time workers. In fact, the term "part-time" cannot 
even be found in the Employment Standards Code. Sooner 
or later, our legislators will have to acknowledge the growing 
numbers of part-time workers, and their easy exploitation 
due to inadequate labour laws. One of the problems in 
drafting legislation to protect part-time workers will be to 
reach agreement on a definition of part-time work. 
The growing trend towards part-time work is a partial 
result of privatization, deregulation and the Canada-U.S. 
Free Trade Agreement. 
Overall , part-time work encompasses various situ-
ations: 
1) "on-call" casual; 
2) voluntary job sharing; 
3) freelance work; 
4) permanent part-time; 
5) temporary/seasonal part-time; 
6) temporary work sharing as an alternative to layoffs; 
7) forced part-time due to lack of full-time work; and 
8) phased retirement. 
More Canadians are working part -time than ever before. 
In 1953, about 4% of the labour force worked part-time; 15% 
of workers worked part-time in 1986 (Statistics Canada) . 
This trend is still growing, most noticeably within the female-
dominated service sector of the economy. Twenty-six 
percent of all women in paid work were employed part-time 
in 1986, with women making up 72% of all part-time workers 
,~========~~~==~==~-=========~==~/ 
(Statistics Canada) . In comparison, fewer than 8% of men 
are employed on a part-time basis (Statistics Canada, 1985). 
The retail trade employs almost as many part-time workers 
as full-time. Office work is going through changes in work 
organization and technology which favour employment on 
a part-time basis. The spread of part-time work throughout 
traditionally female job ghettoes may strengthen the ten-
dency to regard women as a marginal element in the labour 
force - available when needed, disposable when no longer 
needed - and, hence, to a further devaluation of women's 
work in general. 
To make matters worse, most .part-time workers are 
found within the low-paying, low-status ghettoes of clerical, 
service and retail jobs. These occupations have very low 
levels of unionization. Some unions have won the fight for 
their right to represent part-time workers. But obstacles to 
unionization are still in place. 
Wage discrimination is permitted in Alberta on the basis 
of hours worked weekly. This offends the spirit of the 
Individual Rights Protection Act, which guarantees workers 
equal pay for substantially similar work. 
The part-time work system primarily serves employers 
by providing them with a cheap, flexible and easily dispos-
able reserve workforce. While it's true that some people 
choose to work part -time, others take part -time jobs be-
cause of the shortage of full-time positions. From 1975 to 
1986, the proportion of part-time workers in Canada who 
wanted to work more hours increased from 11 % to 28% 
(Statistics Canada). Although part-time work can be attrac-
tive because of the flexible lifestyle it offers, as well as 
allowing you to keep a foot in the door for the future, the 
drawbacks are serious: 
1) lack of access to fringe benefits and pensions; 
2) wage discrimination (compared to full-time 
employees; 
3) concentration in female job ghettoes; 
4) barriers to unionization; 
5) little opportunity for training or promotion; 
6) lack of job security (some employers keep wages 
low by firing workers within their first three 
months, when no notice of termination is 
required; also, during slack periods, part-time 
workers are usually laid off); 
7) shortage of accessible, affordable child care 
facilities; and 
8) ineligibility for unemployment insurance if work-
ing less than 15 hours per week, or earning under 
$113 per week. 
Since Alberta laws do not provide regulations specific to 
part-time workers, it may be unclear to you how much pay 
In lieu of notice you should receive If terminated. If your 
wages vary from pay period to pay period, your average 
earnings for the three months preceding the date of termIna-
tion are used to determine the amount of payment (see 
Chapter 10). 
Notes: 
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CHAPTER 6 
UNIONIZATION 
Large numbers of working women in Alberta are em-
ployed in sectors which are still primarily non-unionized. 
There have been a few successes in recent years in organ-
Izing in the retail sector but, on the whole, women in these 
jobs, as well as in the service sector, remain outside the 
union movement. 
Through unionization, women can use the collective 
bargaining process to gain some control over their wages, 
benefits, job security and other working conditions. 
Membership in a union can offer women some protection in 
the labour force. For example, the wage gap between men 
and women is narrower among unionized workers, and 
collective agreements may provide longer maternity leave 
or higher maternity benefits than those established by 
labour laws. Statistics show that unionized women earn, on 
average, approximately $5.00 an hour more than non-un-
ionized women (a difference of over $800 per month). 
Collective agreements provide a grievance procedure for 
employer misconduct, which is faster, cheaper and often 
more effective than remedies through the legal system. 
Together women can fight more effectively for their rights, 
and important gains can be won to the benefit of all workers. 
The following information is a~ brief outline of some 
of the problems you may encounter during unionization. 
We urge you to contact the labour organizations mentioned 
at the end ofthis chapter for more information on organizing 
a union, as space does not permit us to go into detail. Please 
note that our comments are confirned to employees cov-
ered by Alberta Labour Relations Code and do not cover 
those employed in federally-regulated industries. 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
YOUR RIGHT TO BELONG TO A UNION 
Under the Labour Relations Code it Is the right of every 
worker to join a union and to participate in its lawful activities. 
Exceptions include those workers employed in a managerial 
capacity, domestic workers, farm employees, members of 
the medical, dental, architectural, engineering or legal pro-
fessions who are qualified to practice under the laws of 
Alberta and who are employed in their professional capacity, 
or those employed in a confidential capacity in matters 
relating to labour relations. 
IMPORTANT: It is advisable to discuss union business 
on your own time, away from the worksite. 
Recent amendments to Alberta labour laws have made 
it much more difficult to unionize work places. Now, a vote 
must be held for every application for certification, even if 
99% of the employees are members of a given trade union. 
Previously, as long as over 50% of the employees were 
members, a vote did not have to be held unless extenuating 
circumstances existed. 
Under the old legislation, the organizing drive could be 
kept a secret, minimizing employer interference and Intimi-
dation in the process. Now, employers have the opportunity 
to interfere with the organizing process between the date of 
application and the vote. Although It is Illegal to Interfere with 
unionization, by the time the employer is found guilty, the 
damage has already been done in the workplace, and 
employees may fear for their jobs and resist unionization. 
Under the old legislation, If an employer's activities were 
so bad that the true wishes of the employees could not be 
determined, the Alberta Labour Relations Board could 
automatically certify a trade union. This power has been 
taken away from the Board under the new Code, even 
though this power had only been used sparingly in the past 
(for example, in the Mariposa stores). Without automatic, 
certification as a remedy, the employer will likely be able to 
ward off more unionization drives than they have in the past. 
Edmonton Working Women firmly opposes these regres-
sive changes to our labour laws. In spite of these barriers, 
the benefits of unionization greatly outweigh the costs and 
diffculties. 
AFFILIATION WITH AN EXISTING UNION 
Although you may form your own union, there may be 
an established union which would be willing to organize 
your workplace. The advantage of affiliating with an exist-
ing union is that they have expertise with organizational 
campaigns and collective bargaining. Unionization is a 
long and sometimes complicated, expensive process that 
usually requires expert help. You must realize that most 
employers have relatively vast resources at their disposal 
compared to workers. Therefore, employers can often 
afford the costs of using legal technicalities to scuttle 
unionization attempts. 
If you wish to find out information about existing unions, 
phone the Alberta Federation of Labour, the Edmonton 
and District Labour Council, or the Confederation of Ca-
nadian Unions. It might be helpful totalk to members ofthe 
women's committees of different unions. You can check 
the phone directory yellow pages under "labour organiza-
tions". As well, see Chapter 12 at the back of this handbook. 
EMPLOYER INTERFERENCE 
Your employer is restricted by law from interfering with 
the formation of a trade union. If an employer does interfere 
in any of the following ways, such actions constitute "unfair 
labour practices" and a complaint can be made to the 
Alberta Labour Relations Board. 
* An employer cannot make it a condition of employ-
ment that employees not join a trade union. 
* Your contract of employment cannot include anything 
that would prevent you from exercising your rights under the 
Alberta Labour Code. 
* An employer cannot compel you in any way not to 
become a member of a trade union. 
* If you belong to a trade union when you applyfor a job, 
the employer cannot discriminate against you or refuse to 
hire you for that reason. 
* Once there is an appl ication for union certification filed 
with the Alberta Labour Relations Board, your employer 
cannot change the rate of payor alter working conditions 
until the application is refused, or for thirty days after a 
certificate is granted. Your terms and conditions of employ-
ment may be amended with the consent of the trade union, 
or if the changes follow a collective agreement that is already 
in effect. The employer is allowed to run its business as 
usual. 
* The employer cannot participate in the formation of a 
union because this might hinder employee representation. 
Organizations that are "employer dominated" in this way 
would not receive certification. 
In spite of these prohibitions, anti-union campaigns in 
sectors where women predominate, such as retail sales, 
have been powerful and effective. 
Notes: 
CHAPTER 7 
SEXUAL HARASSMENT 
The Alberta Human Rights Commission (AHRC) 
considers sexual harassment to be discrimination on the 
basis of sex and. therefore. sexual harassment contravenes 
the Individual Rights Protection Act. If you are being 
sexually harassed at work. you can either file a complaint 
with the AHRC, sue or lay criminal charges (see Chapter 
11) . 
Past surveys indicate that as many as 80 to 90 percent 
of women in the labour force have experiencAd sexual 
harassment at some time. In Alberta. that would represent 
as many as 450.000 women! 
WHAT IS SEXUAL HARASSMENT? 
It is important that working women understand what 
sexual harassment is and why it occurs. The following 
definition will help you clarify whether you are being sexually 
harassed at work. 
Sexual harassment is an expression of power and 
violence. It is not to be confused with mutually acceptable 
banterlhg or flirtation. Sexual harassment is unwanted and 
aggressive. It can include: 
* verbal abuse - unwelcome remarks. jokes. Innu-
endos or taunting about your clothing, body or 
sexual activities; 
* display of pornographic pictures; 
* unwelcome Invitations to engage In sexual 
behavior; 
* leering; 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
* unnecessary physical contact such as touching, 
patting or pinching; 
* any perceived threat of retaliation; or 
* physical assault. 
Sexual harassment can threaten your economic liveli-
hood, as well as your mental, emotional and physical well-
being. 
You are not to blame! Very often a woman will blame 
herself if she is sexually harassed. This is because we live in 
a sexist society which finds it easier to say a woman "invited" 
the harassment by dressing or acting a certain way, rather 
than to condemn those who are doing the harassing. 
You must understand that it is not your fault if you are 
being sexually harassed. Because sexual harassment is an 
expression of power, it is practised with little regard for 
appearance or behavior. Any woman can be a victim of 
sexual harassment, regardless of age, race, marital status, 
social standing or sexual preference. 
WHAT TO DO IF YOU ARE SEXUALLY 
HARASSED 
If you are being sexually harassed at work, whether by 
your employer, a supervisor, a co-worker or a customer, the 
following procedure is an effective one to follow. 
* Confront the harasser and say you find the behav-
ior offensive. Say specifically that you want the person to 
stop. 
* Determine if there were any witnesses to the 
harassment. If there were, find out if they would be willing to 
testify for you if you choose to lodge a complaint. 
* Record details of the incident. Keep a diary of 
subsequent events. Documentation is essential to pursue a 
complaint. 
* Check around to see if there have been previous 
victims. 
* If you belong to a union, find a sympathetic shop 
steward to help you file a grievance and a complaint with the 
* In a non-unionized workplace, try to talk to the 
personnel manager. If you stili receive no help, you can file 
a complaint with the appropriate Human Rights Commis-
sion (provincial - you must file within six months of the 
alleged incident; federal -you must file within one year; see 
Chapter 11). 
SUPPORT GROUPS FOR VICTIMS OF 
SEXUAL HARASSMENT 
The Alliance Against Sexual Harassment Is an excel-
lent support group In Edmonton, which will assist you if you 
are or have been, a victim of sexual harassment. You can 
also phone the Working Women's Hotline as we also 
assist women who are sexually harassed. Women who 
have had to deal with harassment understand how devas-
tating the experience can be and can offer you support 
through a very difficult time. 
Notes: 
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CHAPTER 8 
OCCUPATIONAL HEALTH 
AND SAFETY 
The Alberta Occupational Health and Safety Act defines 
hazards in the workplace and imposes restrictions on 
employers and employees to eliminate or reduce these 
hazards.Thls legislation does not apply to those employed 
in federally-regulated industries. Both employers and work-
ers have a duty to take all reasonable precautions to protect 
the health of all workers. 
The Act provides for health and safety officers to enter 
a worksite at any reasonable hour for matters relating to 
occupational health and safety. The officer has the power 
to order work stoppages and improvements until unsafe 
work conditions are corrected. 
Both employers and employees have a legal duty to 
report any serious accidents to Alberta Occupational 
HeaHh and Safety. Injuries must be reported to the 
Workers' Compensation Board (see Chapter 6). 
If you believe there is a danger present that is not normal 
for your particular occupation, you must not carry out the 
work. Notify your employer as soon as possible. Your 
employer must take whatever action is necessary to elimi-
nate the danger, make a written report and give you a copy. 
Your employer cannot dismiss or discriminate against you 
for complying with the Act. If this happens, you may file a 
complaint with an officer of Occupational HeaHh and 
Safety. An investigation will follow. 
It Is an offence not to comply with the Act, or to make 
false statements to someone engaged in inspection and 
investigation under the Act. Anyone found guilty of such an 
offence may be fined or imprisoned. For more information, 
contact the Workers' HeaHh Centre. 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
Notes: 
CHAPTER 9 
INTERRUPTIONS IN WORK 
UNEMPLOYMENT INSURANCE 
The Unemployment Insurance (UI) rules are compli-
cated, and are covered in several pamphlets available at 
any Canada Employment Centre (CEC). Seek the advise 
of a CEC counsellor to tell you exactly for what benefits you 
are eligible, as rules and benefits change frequently. 
Keep in mind that the government is at least as inter-
ested in protecting the UI fund from 'abuse' as in helping un-
employed workers. 
As soon as you become unemployed, go to the Can-
ada Employment Centre nearest you to apply for UI 
benefits. Take with you the Record of Employment form 
your employer gave you. This form should be provided to 
you within five days of your termination of employment. If 
you don't have it and are having trouble getting it from your 
employer, a CEC counsellor can help you get it. 
Your eligibility for UI and the length of time you can 
collect depends on the rate of unemployment in your area, 
the length of time worked and the reason for termination of 
your employment. Political forces also determine the 
overall quality and quantity of benefits that we can expect 
from government. Our social support systems are stressed 
by the Canada-U.S. Free Trade Agreement, privatization 
and anti-worker legislation. With this In mind, expect dete-
rioration of our social programs in the near future. 
The benefits outlined below were in effect at the date of 
publication. 
Phone numbers and addresses of aI/ organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
~==================================~/ 
Regular Benefits 
You can claim regular benefits if: 
1) you have worked 20 or more of the last 52 weeks; 
2) your work weeks were at least 15 hours per week 
OR you earned at least $113 per week; and 
3) you are without work and without pay for at least 
7 consecutive days. 
Regular benefits are 60% of your average weekly earn-
ings over the last 20 weeks, with a maximum benefit of $339 
per week. No benefits are paid for the first two weeks you 
are unemployed. Unemployed means both without work 
and without pay. 
Special Conditions 
1) You may need only 10 to 14 weeks of employ-
ment if you live in a region of high unemployment. 
2) You may need more weeks of employment if you 
received some UI benefits during the last 52 weeks. 
3) The waiting period may be extended from 2 
weeks to up to 8 weeks If you quit your job without just cause 
or are fired for misconduct. 
4) You might not qualify if you lost your job because 
of a labour dispute, as long as the dispute lasts. 
5) Your benefits may be reduced or terminated if 
you enter a training program which has not been approved 
in advance by a CEC counsellor. 
The longest time anyone can collect UI benefits is 50 
weeks. In order to keep receiving regular benefits, you 
must: 
1) be actively looking for work (and be keeping a 
record of jobs for which you've applied); 
2) be willing, ready and able to work; 
3) send in properly completed claimant's reports; 
and 
4) if requested, attend a claimant interview (where 
you will likely be required to produce your job-
hunting record). 
/ 
Special Benefits 
Each category of special benefits is covered in a pam-
phlet available at Canada Employment Centres. You can 
get regular benefits for up to 15 weeks, subject to the 
conditions listed under "Regular Benefits", for anyone ofthe 
following. All are subject to the standard 2-week waiting 
period. 
1) maternity benefits: Benefits may begin up to 8 
weeks before your due date and end up to 17 weeks after 
birth (or your due date, if later) . 
2) adoption benefits: These are available to either, 
but only one, parent. 
3) sickness benefits: Benefits are available if work 
and pay are disrupted because of illness, injury or quaran-
tine. 
4) age 65 benefits: Coverage under UI ends when 
you reach age 65. However, if you satisfy the first two 
conditions under "Regular Benefits", you should apply for 
the lump sum benefit available. The amount is equivalent to 
3 weeks of regular benefits as they would be determined 
normally (60% of your average weekly earnings). 
Appeals 
Both employers and employees have the rightto appeal 
decisions concerning benefit payments. The pamphlet 
covering appeals is directed to employers, with employees' 
rights getting less than one page out of total of seven pages. 
This may be an indication of who is regarded more favora-
bly. 
You have only 30 days from receiving notification of UI 's 
decision regarding payment to write to your local Canada 
Employment Centre indicating your desire to appeal. A 
Board of Referees, made up of three people, will decide the 
outcome of your appeal. One member is recommended by 
unions to represent workers, one member represents 
employers, and the third is appointed by the government. 
The actual hearing is free and is informal, and you may be 
accompanied by a friend or a lawyer. 
~=============================================J/ 
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PARENTAL LEAVE 
If you have been employed for 12 or more continuous 
months, you are entitled to 18 weeks unpaid maternity 
leave. Under Alberta legislation, your job is "protected" 
during leave. That is, when your leave is over, you must be 
reinstated in the same, or a similar position with at least the 
same level of wages and benefits. 
You must first give 2 weeks' written notice of your 
intention to take leave, and then give 2 weeks' written notice 
of your intention to return to work. 
Leave may begin at anytime during the 12 weeks before 
your due date and must ordinarily include the 6 weeks 
following delivery. The 18-week maternity leave can be 
extended by three weeks due to a medical condition of the 
employee or the child arising after the date of delivery. A 
medical certificate is required. This period also can be 
shortened if you have a medical certificate stating you are 
in good health. If your baby is overdue, total leave can be 
extended by the amount of time that the delivery was 
delayed. 
You will not be paid by your employer unless you have 
a term to the contrary in your employment contract. How-
ever, you may qualify for maternity benefits through the 
unemployment insurance program (consult the preceding 
section in this chapter). 
Adoption leave also requires you to have been em-
ployed for 12 or more continuous months. In this case, you 
may request upto 8 weeks without pay, beginning when you 
first obtain custody of a child under the age of 3 years. 
Again, 2 weeks' written notice is required. 
WORKERS' COMPENSATION 
The Workers' Compensation Act is intended to protect, 
from earnings loss, workers who are injured on the job or 
who are disabled by an industrial disease. Workers are 
generally not covered while travelling to and from work. 
Employers are collectively liable for payment of com-
pensation to workers. The employers pay into a fund which 
is paid out by the Workers' Compensation Board. The Act 
applies to all employers in Alberta except those specifically 
exempted by the General Regulations. Employers in ex-
empted industries may apply for voluntary coverage. 
Any persons employed in an industry to which the Act 
applies, including temporary or probationary employees, 
are covered and eligible to make claims. 
Compensation is not payable to a worker who suffers 
an injury primarily due to the serious and willful misconduct 
of the worker, unless the worker is seriously disabled, in 
which case compensation will be paid. 
For further information on making a claim, contact the 
Workers' HeaHh Centre, and see Chapter 11. 
Notes: 

CHAPTER 10 
ENDING WORK 
The regulations governing dismissal under the Employ-
ment Standards Code offer grossly Inadequate protection 
against arbitrary firing. There is no protection at all for new 
employees working under three months and very minimal 
compensation for longer-term employees. The wages 
which can be given in lieu of reasonable notice mean 
Virtually nothing, given the poverty-level wages of many 
working women. A woman who has worked at a forty hour 
a week minimum-wage job for just under two years can be 
given under $180 and told to leave! There is still a pressing 
need to overhaul existing labour standards legislation to 
provide workers with the job security they need to function 
in today's society. 
If your employment has been terminated, you must 
receive your wages "forthwith" (as soon as possible) after 
termination. If you quit a job and fail to give proper written 
notice, your wages and vacation pay are due on the next 
scheduled pay day after ten days from your last day at work. 
Proper notice is one week if you have worked more than 
three months but less than two years, or two weeks if you 
have worked more than two years. Your Record of Employ-
ment is due five working days after your last day at work. 
You will need this form to claim unemployment insurance. 
(Contact the Canada Employment Centre regarding 
cases of not receiving your final wages, holiday payor 
Record of Employment.) 
Phone numbers and addresses of all organizations that 
appear in BOLD TYPE can be found in Chapter 12 at the 
back of this handbook. 
DISMISSAL 
Your employer can dismiss you without just cause 
providing you are given reasonable written notice, a sum of 
money equal to the wages you would have earned In the 
notice period in lieu of that notice, or a combination of the 
two. The Employment Standards Gode considers reason-
able notice to be: 
* eight weeks if you have worked ten years or more; 
* six weeks if you have worked at least eight and less 
than ten years; 
* five weeks if you have worked at least six and less than 
eight years; 
* four weeks if you have worked at least four and less 
than six years; 
* two weeks if you have worked at least two and less than 
four years; 
* one week if you have worked at least three months and 
less than two years; and 
* no notice is required if you have worked less than 
three months. 
You may be entitled to considerably more notice than 
the required minimum depending on the amount of time you 
have worked for your employer. In this instance you may 
wish to sue for wrongful dismissal based on insufficient 
notice (see the section on wrongful dismissal In this chap-
ter). Notice of termination does not apply to construction 
work, contract work, temporary layoffs, strikes or lockouts, 
seasonal work, or land clearing work. An employer is also 
not required to give notice of termination if the contract of 
employment is or has become impossible for the employer 
to perform by reason of unforeseeable or unpreventable 
causes beyond the control of the employer. This clause of 
the legislation is open to wide interpretation. 
/ 
TEMPORARY LAYOFF 
According to the Employment Standards Code, a 
/1emporary layoff" means a layoff of less than sixty days, or 
a layoff of more than sixty days if you still receive wages or 
a payment In lieu of wages in an amount agreed to by 
yourself and the employer, or if the employer still makes 
payments to a benefit plan on your behalf. If you are 
terminated after a temporary layoff, the employer must pay 
severance pay based on the total time employed plus the 
period of temporary layoff. 
QUITTING WORK 
If you wish to quit your job, you must give written notice 
of one week if you have been employed at least three 
months and less than two years, or two weeks if you have 
been employed for two years or more. The required notice 
is not necessary if, 
* if your health or safety would be jeopardized by con-
tinued employment; 
* if the contract of employment is or has become impos-
sible for you to perform because of unforseeable or unpre-
ventable causes beyond your control; 
* if you are employed in those occupations excluded 
under the notice of termination section; 
* if you quit because of a reduction in wage rate, over-
time rate or entitlements; or 
* if there Is an established practice in the workplace 
which differs from that described above. 
After an employer or employee has given notice, wage 
rates cannot be lowered and terms or conditions of work 
cannot be altered. However, the employer can pay a lump 
sum in lieu of notice, or terminate you immediately, if: 
* you are on contract and your contract term is up; 
* you are terminated with just cause; 
* you are laid off after refusing an offer of reasonable 
alternative work; 
* you refuse. work made 'available through a seniority 
system; 
* there is an unlawful strike or lockout; or 
* It is impossible for the employer to live up to the 
contract. 
SUMMARY DISMISSAL 
Your employer can dismiss you without notice if there 
is "just cause"; that is, if your behavior is such that it 
indicates your intention to breach, or break, your contract 
of employment. 
The seriousness of the breach is an important factor. An 
isolated incident of absence or lateness will rarely justify 
summary dismissal. Trivial incidents will likely be insuffi-
cient, but a series of minor incidents may be considered 
willful disobedience. Theft from an employer would be 
considered serious grounds. 
WRONGFUL DISMISSAL 
If you are fired with what you consider to be insufficient 
notice or without just cause, you may sue for wrongful 
dismissal (see Chapter 11). 
As you will be suing for damages, the Court considers 
It your responsibility to mitigate these damages;that is, you 
must look for a comparable job. The damages the Court 
awards you may be reduced by the amount you have 
earned at your new job. If you can't find a job, you may 
receive the full amount of damages awarded by the Court. 
You are not required to accept just any job - it must be 
comparable to the job you had when you were dismissed. 
Be sure to keep a record of your job search as proof of your 
efforts to obtain employment. 
CONSTRUCTIVE DISMISSAL 
A common tactic used by an employer who wishes to 
get rid of an employee without giving her notice is to make 
her working conditions so unbearable that she quits. This 
means that the employer in fact "constructively dismissed" 
the employee. 
Examples of actions from which constructive dismissal 
may be implied include decreasing salary, demoting, as-
signing more degrading work, or using a supervisor to 
harass the employee. 
If you feel you were forced to quit your job, you can sue 
your employer for constructive dismissal (see Chapter 11). 
RETIREMENT 
At the time of publication, the whole issue of compulsory 
retirement was before the courts. Contact Edmonton 
Working Women or the Human Rights Commission for 
current information. 
Canada's retirement income system, including public 
and private pension plans, is covered in Chapter 4. 
Notes: 
rr@::----.. 62 
\ 
CHAPTER 11 
REMEDIES 
If you are being treated unfairly at work, there are certain 
remedies available to rectify the situation. Following is a 
description of some of the institutions and government bod-
Ies which investigate complaints. If you have any questions 
about your legal rights at work you should contact these 
bodies. If you are unsatisfied with the process, or feel the 
need for support, you should call the Working Women's 
Hotline Immediately. We will make our information, assis-
tance and support available to you while you are going 
through a difficult experience. 
EMPLOYMENT STANDARDS BRANCH 
The Employment Standards Branch (ESB) is respon-
sible for administering the Employment Standards Code and 
enforcing Its standards. The ESB can provide you with in-
formation regarding minimum standards of wages and 
working conditions. More Importantly, the ESB can assist 
you In settling some disputes with your employer. For 
example, If you have been denied wages or overtime pay, 
you may make a written complaint to the Director of Employ-
ment Standards. If you are still employed by the employer, 
you must make the complaint within one year from the date 
on which the money should have been paid. If you are no 
longer working for that employer, you must make the com-
plaint within one year from your termination. If extenuating 
circumstances exist, the Director may extend these periods 
by one more year. An Officer will then attempt to mediate a 
Phon~ numbers and addresses of all organizations that 
appear In BOLO TYPE can be found in Chapter 12 at the 
back of this handbook. 
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settlement between you and your employer. If an Officer is 
unable to mediate a settlement, he or she may direct the 
employer to pay to you the wages or overtime entitlements. 
The order of the Officer may be appealed to an Umpire. 
In most cases, such an appeal may only be launched within 
15 days of the Officer's order. Since there are such short 
time limits, it is advisable that you keep in contact with the 
ESB so that you do not lose your rights, and read the 
Employment Standards Code very carefully. 
ALBERTA LABOUR RELATIONS BOARD 
The Alberta Labour Relations Board (ALRB) has 
jurisdiction over workers falling under the Alberta Labour 
Relations Code. The ALRB mainly deals with applications 
for certification of a union and unfair labour practice com-
plaints. Contact the Alberta Federation of Labour for 
further information. Similar boards are responsible for 
enforcing labour legislation in the public sector and the 
federally-regulated industries. 
ALBERTA HUMAN RIGHTS COMMISSION 
The Alberta Human Rights Commission (AHRC) ad-
ministers the Individual Rights Protection Act (IRPA), which 
is intended to protect people from discrimination on some 
grounds (see Chapter 2) . If you believe you have been 
discriminated against, you may file a complaint with the 
AHRC within six months of the alleged incident. It should be 
noted that complaints regarding equal pay must be made 
within 12 months. An intake officer reviews the complaint to 
see if the Commission has jurisdiction and if there are rea-
sonable grounds for accepting the complaint. If the intake 
officer feels there are not "reasonable" grounds, you may 
appeal this decision. The intake officer's interpretation of 
the complaint may differ from that of other AHRC officers. 
An investigating officer may contact the defendant to 
try to resolve the situation without a formal complaint. If a 
formal complaint is accepted, an Investigation will take 
place. An AHRC officer may enter and examine premises, 
obtain relevant documents, interview witnesses, and get a 
court order, if necessary, to gather facts. 
If a complaint is substantiated but the defendant does 
not agree to a settlement, the AHRC may ask the Minister 
of Labour to appoint an independent Board of Inquiry 
(which may consist of only one person). Testimony at the 
Board of Inquiry is given under oath and becomes a matter 
of public record. Board decisions are binding and enforce-
able. They can be appealed to the Court of Queen's Bench 
by either party. 
If, in the opinion of the AHRC, a complaint is without 
merit, it may be dismissed at any stage ofthe proceedings. 
However, you have the right to appeal a dismissal by writing 
to the Commission. 
The IRPA protects you from retaliation by the defen-
dant. That is, if an employer tries to get even with you 
because you flied a complaint or assisted in the investiga-
tion of a complaint, the AHRC can intervene, regardless of 
the validity of the original complaint. 
COURT ACTION 
Lawyer Referral Service 
The Law Society of Alberta operates a Lawyer Referral 
Service which will provide you with the names and phone 
numbers of three lawyers in a specific area of law. These 
lawyers will not charge you for the first half hour of consul-
tation. After that, the lawyer's regular legal fees apply. 
Legal Aid 
If you need a lawyer and cannot afford one, you can 
apply to the Legal Aid Society. This service is not free, but 
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is much less costly than regular legal fees. You must repay 
to the Legal Aid Society the amount that It pays for your 
lawyer's fees and expenses. If repayment would cause real 
hardship for you, the Society will work out terms which 
should not put too great a strain on your resources. 
Student Legal Services 
.... 
People with "low income" who don't qualify for Legal Aid 
can get free information and assistance from law students 
(supervised by lawyers) by calling Student Legal Services. 
Areas of law covered Include: 
* administrative law (welfare, Immigration, unemploy-
ment insurance appeals, etc.); 
* civil law (small claims, landlord/tenant, contracts, 
etc.); 
* criminal law (summary offences only); 
* family law; and 
* legal reform through court challenges. 
Law students may represent you In court only for small 
claims and summary offences. 
Small Claims Court 
Small Claims Court hears and settles disputes up to 
$2000. You can handle your own case In this court, but It Is 
In your interest to phone one of the agencies listed In this 
chapter for preliminary Information and assistance. 
To start an action you must go to the Small Claims 
Court office to fill out a summons. You must knowthe proper 
identification of the employer: is It an individual or a com-
pany you are suing? The summons must Include both the 
reason you are suing and how much compensation you 
want. Be brief when citing the reasons. 
In preparation for going to trial, contact any witnesses 
and gather all evidence that will help prove your case (for 
example, a written contract, a doctor's certificate) and 
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especially your work diary if you've kept one (see Chapter 
1). The party you are suing will also be able to present any 
evidence and bring in any witnesses that will help in defence 
against you. Both you and the defendant will have the 
opportunity to question your own witnesses and cross-
examine the other party's witnesses, so you should prepare 
questions in advance. 
If you lose, you may appeal the decision to the Court of 
Queen's Bench. You may have to hire a lawyer at this stage. 
WORKERS' COMPENSATION BOARD 
If you are injured at work, you should seek first aid or 
medical attention immediately. Your employer should be 
notified as soon as possible and given full details of the 
accident as well as names of witnesses. This information 
should be recorded on an "Employer's Report of Accident" 
form and sent to the Workers' Compensation Board 
(WCB). 
The attending doctor is required to submit regular 
progress reports to the WCB upon request. 
If an Injury is disabling longer than the day of the 
accident, or likely to cause complications, you must fill out 
a "Worker's Application for Compensation" form and send 
it to the WCB. 
Claims must be made within one year of the accident or 
death (in the case offatal accidents, dependents may make 
a claim for compensation), unl ess the Board is satisfied that 
there are good reasons for a delay. Claims must be for at 
least two days. If the injury disabled you only for a day or 
less, your employer must pay you for the day. 
Benefits 
Benefits include both medical aid and payment of 
compensation. For a list of medical aids provided, contact 
the WCB. 
Compensation payments equal 90% of your net earn-
ings (with a ceiling of $40,000 gross annual earnings). The 
WCB has the option of paying lump sum advances in the 
case of need. 
Appeals 
, 
Appeals of the initial decision may be made by your 
employer, you or your dependents. The WCB provides a 
free Appeals Advisory Service to those preparing appeals. 
The person appealing has access to all relevant WCB files. 
Appeals are made to the Claims Services Review Com-
mittee ofthe WCB. If you disagree with the decision reached 
by the Review Committee, you may appeal directly to the 
WCB. 
Beyond Appeals 
Assistance with appeals will be provided through a 
network of workers' advocates, coordinated by the Work-
ers' Health Centre. There is no charge for this service. The 
Centre is a registered charitable organization which pro-
vides education, research and preventative services. 
Notes: 
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NAMES AND NUMBERS 
(Alphabetical Listing) 
Alberta Advisory Council on Women's Issues 
1004, 10010 - 106 Street, Edmonton, T5J 3L8 422-0668 
Alberta and North West Territories Network of 
Immigrant Women 
110, 9930 - 106 Street, Edmonton, T5K 1 C7 426-1744 
Alberta Career Centre 
3rd Floor, 10050 - 112 Street, Edmonton, T5K 2R4 427-5859 
Alberta Domestic Workers Association 
* Call Edmonton Working Women for contact person's number. 
Alberta Farm Women 
* Call Edmonton Working Women for contact person's number. 
Alberta Federation of Labour (includes Women's Committee) 
350, 10451 - 170 Street, Edmonton, T5P 4S7 483-3021 
Alberta Health Care Insurance Plan 
10025 Jasper Avenue, Edmonton, T5J 1 S6 427-1432 
Alberta Human Rights and Civil Liberties Association 
502, 10136 - 100 Street, Edmonton, T5J OP1 421-0846 
Alberta Labour Relations Board 
503, 10808 - 99 Avenue, Edmonton, T5K OG2 427-8547 
Alberta Native Women's Association 
201, 11445 - 124 Street, Edmonton, T5M OK4 455-5564 
Alberta Social Services 
(Check phone directory under Government of Alberta 427-2734 
for branches) 
* Daycare Subsidy 427-0958 
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Alberta Status of Women Action Committee (Edmonton) 
10,9930 - 106 Street, Edmonton, T5K 1C7 421-0636 
Alberta Status of Women Action Committee (Calgary) 
303,223 - 12 Avenue S.W., Calgary, T2R OG9 233-0731 
Alberta Status of Women Action Committee (Lethbridge) 
202, 325 - 6 Street South, Lethbridge, T1 J 2C7 329-8338 
Alberta Union of Provincial Employees 
10451 - 170 Street, Edmonton, T5P 4S7 
Alliance Against Sexual Harassment 
483-1020 
* Call Edmonton Working Women for contact person's'number 
Bissell Centre 
* Youth and Teens 
* Second Hand Store 
* Chlldcare: 
o -3 years: 9560 -103A Avenue, Edmonton 
3 - 5 years: 9515 - 104 Avenue, Edmonton 
* Women's Program: 10628 - 96 Street, Edmonton 
Black Women's Association 
800, 10136 - 100 Street, Edmonton, T5J OP1 
Boyle Street Community Services Co-op 
9720 - 102 Avenue, Edmonton, T5J OE3 
Brewery Malt and Soft Drink Workers 
10439 - 121 Street, Edmonton, T5N 1 L3 
Broadcast Employees Association 
353, 10451 - 170 Street, Edmonton, T5P 4S7 
Canada Employment Centre 
* Check phone directory under Government of Canada 
for CEC branches 
429-4126 
423-0360 
429-7908 
421-8737 
424-4106 
488-5174 
483-7756 
Canadian Advisory Council on the Status of Women 
(Western Office) 
270, 220 - 4 Avenue S.E., 
Box 1390, Stn. M, Calgary, T2P 2L6 292-6668 
Canadian Association of Industrial, Mechanical and 
Allied Workers 
707 -12 Street, New Westminster, BC, V3M 4J7 (604)522-7911 
Canadian Labour Congress 
355, 10451 - 170 Street, Edmonton, T5P 4S7 483-1812 
Canadian Paperworkers Union 
2nd Floor, 9639A - 45 Avenue, Edmonton, T6E 5Z8 435-0097 
Canadian Union of Postal Workers 
202, 11445 - 124 Street, Edmonton, T5M OK4 454-5511 
Canadian Union of Public Employees 
106, 10654 - 101 Street, Edmonton, T5H 2S1 426-3430 
Changing Together - Immigrant Women's Centre 
209, 10010 - 107 A Avenue, Edmonton, T5H OZ8 421-0175 
City of Edmonton Social Services 428-5270 
* Check phone directory for branches. 
Civic Employees' Union 
10654 - 101 Street, Edmonton, T5H 2S1 426-6040 
Civic Service Union 
11305 - 95 Street, Edmonton, T5G 1 L2 477-9152 
Comman Woman Books 
8724 - 109 Street, Edmonton, T6G 1 E9 432-9344 
Confederation of Canadian Unions 
1331A Sinclair Avenue West, Toronto, M6E 1C3 (416)651 .. 5627 
Construction and General Workers Union 
104, 10319 - 106 Avenue, Edmonton, T5H OP4 
Distinctive Employment Counselling Services 
204, 10010 - 107 A Avenue, Edmonton, T5H 4H8 
Edmonton Business and Professional Women's Club 
426-6630 
420-1745 
Box 11965, Main Post Office, Edmonton, T5J 3Ll 437-0151 
Edmonton Coalition for Quality Child Care 
Box 4968, Edmonton, T6E 5G8 
Edmonton and District Labour Council 
201, 10425 Princess Elizabeth Avenue, 
Edmonton, T5G OY5 
Edmonton Immigrant Services Association 
11240 - 79 Street, Edmonton, T5B 2K1 
Edmonton Local Council of Women 
474-4747 
474-8445 
* Call Edmonton Working Women for contact person's number 
Edmonton Working Women 
30, 9930 - 106 Street, Edmonton, T5K 1 C7 
Employment and Immigration Canada 
Unemployment Insurance Inquiries 
Check phone directory under Government of Canada 
for Employment Centre branches 
* Work permits for foreign workers 
Employment Services for the Physically Disabled 
700,9919 -105 Street, Edmonton, T5K 1B1 
Employment Standards Branch (Alberta) 
403,1.0339 - 1.2.4 Street, Edmonton, T5N 3W1 
429-3370 
420-2207 
495-2199 
423-4106 
427-3731 
Grant MacEwan Community College 
* Career Development Program: 
8020 - 118 Avenue, Edmonton 
* Job Search Workshops: 
512, 10030 - 107 Street, Edmonton 
Heahh Care Employees Union 
10540 - 106 Street, Edmonton, T5H 2X6 
Heahh and Welfare Canada 
(Includes Canada Pension Plan, Family Allowance, 
Old Age Security, Spouse's Allowance) 
9700 Jasper Avenue, Edmonton, T5J 4C3 
477-0227 
441-4600 
420-6600 
420-2630 
Hotel and Restaurant Employees and Bartenders Union 
200,10180 -108 Street, Edmonton, T5J 113 426-7890 
Household Workers Association 
* Call Edmonton Working Women for contact person's number 
Human Rights Commission (Alberta) 
801, 10011 - 109 Street, Edmonton, T5J 3S8 427-7661 
Human Rights Commission (Canada) 
401, 10506 Jasper Avenue, Edmonton, T5J 2W9 495-4040 
Humans On Welfare 
10527 - 97 Street, Edmonton, T5H 213 424-7924 
International Alliance of Theatrical Stage Employees 
102, 10544 - 114 Street, Edmonton, T5H 3J7 423-1863 
Labour Canada 
302, Energy Square, 10109 - 106 Street, 
Edmonton, T5J 317 495-2993 
Lawyer Referral Service 1-800-332-1110 
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Legal Aid Society 
1600,10123 - 99 Street, Edmonton, T5J 3H1 
Legal Resource Centre 
10049 - 81 Avenue, Edmonton, T6E 1 W7 
National Action Committee on the Status of Women 
505, 344 Bloor Street West, 
427-7575 
432-5732 
Toronto, Ontario, M5S 3A7 (416) 922-3246 
* Call Edmonton Working Women 
for Alberta Regional Represenative's number 
National Association of Women in Construct.lon 
11508 - 119 Street, Edmonton, T5G 2X7 454-6585 
National Film Board 
9700 Jasper Avenue, Edmonton, T5J 4C3 495-3010 
Native Outreach 
3rd Floor, 10603 - 107 Avenue, Edmonton, T5H OW5 428-9350 
Occupational Health and Safety (Alberta) 
4th Floor, 10709 Jasper Avenue, Edmonton, T5J 3N3 427-6724 
* 24 hour hotline to report Industrial accidents 427-8848 
Occupational Health and Safety (Canada) 
835, 9700 Jasper Avenue, Edmonton, T5J 4C3 495-2688 
Options For Women 
710, 10240 - 124 Street, Edmonton, T5N 1 P7 482-6567 
Placement 45 (for people over age 45) 
711, 10136 - 100 Street, Edmonton, T5J OPl 429-0271 
Public Service Alliance of Canada 
440, One Thornton Court, Edmonton, T5J 2E9 423-1290 
Safe Place Women's Shelter 
(Sherwood Park, Alberta) 464-7232 
/' 
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Salvadoran Women's Union 
30, 9930 - 106 Street, Edmonton, T5K 1 C7 425-3519 
Saskatchewan Working Women 
Box 7981, Saskatoon, Saskatchewan, S7K 4R6 
Sexual Assault Centre 
2nd Floor, 10179 - 105 Street, Edmonton, T5J 3N1 423-4102 
Single and Divorced Speak Out (pension reform) 
Box 9524, Edmonton, T6E 5X2 
Small Claims Court 
97 Street and 102A Avenue, Edmonton 422-2200 
Social Justice Commission 
2nd Floor, 10765 - 98 Street, Edmonton, T5H 2P2 420-1306 
Strathcona Family Services (Job Finders Club) 
205 Athabascan Avenue, 
Sherwood Park, Alberta, T8A 4C8 464-4044 
Student Legal Services 
114 Law Centre, University of Alberta, 
Edmonton, T6G 2H5 492-2226 
United Food and Commerlcal Workers 
9558 - 111 Avenue, Edmonton, T5G OA7 474-3331 
United Nurses of Alberta 
760, 10303 Jasper,Avenue, Edmonton, T5J 1 N6 425-1025 
WINhouse (Edmonton Women's Shelter) 471-6709 
Women of Unifarm 
14815 - 119 Avenue, Edmonton, T5L 2N9 451-5912 
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Women's Secretariat (Alberta) 
8th Floor, 10011 - 109 Street, Edmonton, T5J 3S8 422-4927 
Women's Bureau 
Labour Canada 
Ottawa, Ontario, K1A OJ2 (819)997-1550 
Workers' Compensation Board (Alberta) 
9912 -107 Street, Edmonton, T5K 1G5 427-1100 
Workers Health Centre 
111, 10451 - 170 Street, Edmonton, T5P 4T2 1-800-252-7983 
Working Women's Hotline 
30, 9930 - l06 Street, Edmonton, T5K 1 C7 429-3370 
V.M.C.A. 
10211 - 105 Street, Edmonton, T5J 1 E3 429-1991 
* Employment Program for Slow Learners 
* Youth Job Generation (for those aged 18-25 who 
did not finish high school) 
* Immigrant Women's Employment Program 
* Employment Support Program 
* Options for Adults (for those aged 25-45 who 
are on social allowance) 
* Enterprise Program (starting a small business) 
V.W.C.A. (drop-In child care for a fee) 
10305 - 100 Avenue, Edmonton, T5J 3C8 423-9922 
/ 
CHAPTER 12 
NAMES AND NUMBERS 
(By Agency) 
/®~ 77 
/ 
GOVERNMENT AGENCIES 
Alberta Advisory Council on Women's Issues 
1004, 10010 - 106 Street, Edmonton, T5J 3L8 422-0668 
Alberta Health Care Insurance Plan 
10025 Jasper Avenue, Edmonton, T5J 1S6 427-1432 
Alberta Labour Relations Board 
503,10808 - 99 Avenue, Edmonton,T5K OG2 427-8547 
Alberta Social Services 427-2734 
(Check phone directory under Government of Alberta 
for branches.) 
* Oaycare Subsidy: 427-0958 
Canadian Advisory Council on the Status of Women 
(Western Office) 
270,220 - 4 Avenue S.E., 
Box 1390, Stn. M, Calgary, T2P 2L6 292-6668 
City of Edmonton Social Services 428-5270 
(Check phone directory for branches.) 
Employment and Immigration Canada 
UI Inquiries 420-2207 
(Check phone directory under Government of Canada 
for Employment Centre branches) 
* Work permits for foreign workers 495-2199 
Employment Standards Branch (Alberta) 
403,10339 - 124 Street, Edmonton, T5N 3W1 427-3731 
Health and Welfare Canada 
(includes Canada Pension Plan, Family Allowance, 
Old Age Security, Spouse's Allowance) 
9700 Jasper Avenue, Edmonton, T5J 4C3 
Human Rights Commission (Alberta) 
801, 10011 - 109 Street, Edmonton, T5J 3S8 
Human Rights Commission (Canada) 
401, 10506 Jasper Avenue, Edmonton, T5J 2W9 
Labour Canada 
302, Energy Square, 10109 - 106 Street, 
Edmonton, T5J 317 
National Film Board 
9700 Jasper Avenue, Edmonton, T5J 4C3 
Occupational Health and Safety (Alberta) 
4th Floor, 10709 Jasper Avenue, Edmonton, T5J 3N3 
* 24 hour hotline to report industrial accidents: 
Occupational Health and Safety (Canada) 
835, 9700 Jasper Avenue, Edmonton, T5J 4C3 
Small Claims Court 
97 Street and 102A Avenue, Edmonton 
Women's Bureau 
Labour Canada 
420-2630 
427-7861 
495-4040 
495-2993 
495-3010 
427-6724 
427-8848 
495-2688 
422-2200 
Ottawa, Ontario, K1A OJ2 (819) 997-1550 
Women's Secretariat (Alberta) 
8th Floor, 10011 - 109 Street, Edmonton, T5J 3S8 422-4927 
Workers' Compensation Board (Alberta) 
9912 -107 Street, Edmonton, T5K 1G5 427-1100 
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LABOUR ORGANIZATIONS 
Alberta Domestic Workers Association 
* Call Edmonton Working Women for contact person's number 
Alberta Federation of Labour (includes Women's Committee) 
350, 10451 ~ 170 Street, Edmonton, T5P 4S7 483-3021 
Alberta Union of Provincial Employees 
10451 - 170 Street, Edmonton, T5P 4S7 483-1020 
Brewery Malt and Soft Drink Workers 
10439 -121 Street, Edmonton,T5N 1L3 488-5174 
Broadcast Employees Association 
353,10451 - 170 Street, Edmonton, T5P 4S7 483-7756 
Canadian Association of Industrial, Mechanical 
and Allied Workers 
707 - 12 Street, New Westminster, BC, V3M 4J7 (604)522-7911 
Canadian Labour Congress 
355,10451 -170 Street, Edmonton, T5P 4S7 483-1812 
Canadian Paperworkers Union 
2nd Floor, 9639A - 45 Avenue, Edmonton, T6E 5Z8 435-0097 
Canadian Union of Postal Workers 
202, 11445 - 124 Street, Edmonton, T5M OK4 454-5511 
Canadian Union of Public Employees 
106, 10654 - 101 Street, Edmonton, T5H 2S1 426-3430 
Civic Employees' Union 
10654 - 101 Street, Edmonton, T5H 2S1 426-6040 
Civic Service Union 
11305 - 95 Street, Edmonton, T5G 1 L2 477-9152 
Confederation of Canadian Unions 
1331 A Sinclair Avenue West, Toronto, M6E 1 C3 
Construction and General Workers Union 
104,10319 - 106 Avenue, Edmonton, T5H OP4 
Edmonton and District Labour Council 
20"1 . "10425 Princess Elizabeth Avenue. 
Edmonton, T5G OY5 
Health Care Employees Union 
10540 - 106 Street, Edmonton, T5H 2X6 
(416)651-5627 
426-6630 
474-4747 
420-6600 
Hotel and Restaurant Employees and Bartenders Union 
200, 10180 - 108 Street, Edmonton, T5J 1L3 426-7890 
Household Workers Association 
* Call Edmonton Working Women for contact person's number 
International Alliance of Theatrical Stage Employees 
102, 10544 - 114 Street, Edmonton, T5H 3J7 423-1863 
National Association of Women in Construction 
11508 - 119 Street, Edmonton, T5G 2X7 454-6585 
Public Service Alliance of Canada 
440, One Thornton Court, Edmonton, T5J 2E9 423-1290 
United Food and Commercial Workers 
9558-111 Avenue, Edmonton, T5G OA7 474-3331 
United Nurses of Alberta 
760,10303 Jasper Avenue, Edmonton, T5J 1N6 425-1025 
WOMEN'S GROUPS 
Alberta and North West Territories Network of 
Immigrant Women 
110, 9930 - 106 Street, Edmonton, T5K 1 C7 426-1744 
Alberta Farm Women 
* Call Edmonton Working Women for contact person's number 
Alberta Native Women's Association 
201, 11445 - 124 Street, Edmonton, T5M OK4 455-5564 
Alberta Status of Women Action Committee (Edmonton) 
10,9930 -106 Street, Edmonton, T5K 1C7 421-0306 
Alberta Status of Women Action Committee (Calgary) 
303,223 - 12 Avenue S.W., T2R OG9 233-
0731 
Alberta Status of Women Action Committee (Lethbridge) 
202, 325 - 6 Street South, Lethbridge T1 J 2C7 329-8338 
Alliance Against Sexual Harassment 
*Call Edmonton Working Women for contact person's number 
Black Women's Association 
SOO, 10136 - 100 Street, Edmonton, T5J OP1 
Changing Together - Immigrant Women's Centre 
. 209,10010 - 107 A Avenue, Edmonton, T5H OZ8 
Common Woman Books 
8724 - 109 Street, Edmonton, T6G 1 E9 
Edmonton Business and Professional Women's Club 
421-8737 
421-0175 
432-9344 
Box 11965, Main Post Office, Edmonton, T5J 3L1 437-0151 
Edmonton Local Council of Women 
* Call Edmonton Working Women for contact person's number 
Edmonton Working Women 
30, 9930 - 106 Street, Edmonton, T5K 1 C7 
National Action Committee on the Status of Women 
505, 344 Bloor Street West, 
429-3370 
Toronto, Ont. M5S 3A7 (416)922-3246 
* Call Edmonton Working Women for Alberta Regional 
Representative's number 
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Safe Place Women's Shelter 
(Sherwood Park, Alberta) 464-7232 
Salvadoran Women's Union 
30,9930 - 106 Street, Edmonton, T5K 1C7 425-3519 
Saskatchewan Working Women 
Box 7981, Saskatoon, S7K 4R6 
Sexual Assault Centre 
2nd Floor, 10179 - 105 Street, Edmonton, T5J 3N1 423-4102 
Single and Divorced Speak Out (pension reform) 
Box 9524, Edmonton, T6E 5X2 
WINhouse (Edmonton Women's Shelter) 471-6709 
Women of Unifarm 
14815 - 119 Avenue, Edmonton, T5L 2N9 451-5912 
Women's Emergency Accommodation 
10007 - 105A Avenue, Edmonton, T5H OM5 423-5302 
Women's Emergency Housing: Our Lady of the 
Atonement Home 
11035 - 92 Street, Edmonton, T5H 1 W5 422-7263 
Women's Research Centre 
11043 - 90 Avenue, Edmonton, T6G 1 G5 492-8950 
Women's Resource Centre 
11019 - 90 Avenue, Edmonton, T6G 2E1 492-3093 
Working Women's Hotline 
30,9930 - 106 Street, Edmonton, T5K 1C7 429-3370 
V.W.C.A. (drop-in childcare for a fee) 
10305 - 100 Avenue, Edmonton, T5J 3C8 423-9922 
'- ./ 
LOW INCOME ASSISTANCE 
Bissell Centre 
* Youth and Teens 
* Second Hand Store 
* Chlldcare: 
o -3 years: 9560 - 103A Avenue, Edmonton 
3 - 5 years: 9515 - 104 Avenue, Edmonton 
* Women's Program: 10628 - 96 Street, Edmonton 
Boyle Street Community Services Co-op 
9720 - 102 Avenue, Edmonton, T5J OE3 
Humans On Welfare 
10527 - 97 Street, Edmonton, T5H 2L3 
EMPLOYMENT AGENCIES 
429-4126 
423-0360 
429-7908 
424-4106 
424-7924 
* Check phone directory yellow pages under Employment Agencies 
for full listings; the following services are free of charge. 
Alberta Career Centre 
3rd Floor, 10050 - 112 Street, Edmonton, T5K 2R4 
Canada Employment Centre 
* Check phone directory under Government of Canada 
for CEC branches. 
Distinctive Employment Counselling Services 
204,10010 -107 A Avenue, Edmonton, T5H 4H8 
Employment Services for the Physically Disabled 
700, 9919 - 105 Street, Edmonton, T5K 1 B 1 
427-5859 
420-1745 
423-4106 
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Grant MacEwan Community College 
* Career Development Program: 
8020 - 118 Avenue, Edmonton 
* Job Search Workshops: 
512, 10030 - 107 Street, Edmonton 
Native Outreach 
3rd Floor, 10603 - 107 Avenue, Edmonton, T5H OW5 
Options For Women 
710, 10240 - 124 Street, Edmonton, T5N 1 P7 
Placement 45 (for people over age 45) 
711, 10136 - 100 Street, Edmonton, T5J OP1 
Strathcona Family Services (Job Finders Club) 
205 Athabascan Avenue, 
Sherwood Park, Alberta, T8A 4C8 
V.M.C.A. 
10211 - 105 Street, Edmonton, T5J 1 E3 
* Employment Program For Slow Learners 
* Vouth Job Generation (for those aged 18-25 who 
did not finish high school) 
* Immigrant Women's Employment Program 
* Employment Support Program 
* Options For Adults (for those aged 25-45 who 
are on social allowance) 
* Enterprise Program (starting a small business) 
MISCELLANEOUS 
Alberta Human Rights and Civil liberties Association 
477-0227 
441-4600 
428-9350 
482-6567 
429-0271 
464-4044 
429-1991 
502, 10136 - 100 Street, Edmonton, T5J OP1 421-0846 
Canadian Day Care Advocacy Assoc. 
323 Chapel Street, Ottawa K 1 N 7Z2 (613) 594-3196 
Notes: 


